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Abstract 
One hundred fifty-one Chinese participants rated scales on perceived transformational and change leadership, and perceived 
conditions of leadership (e.g., leadership experience, interpersonal competence, adaptor-innovator style, achievement goal 
orientation, and personality). The participants perceived highly their transformational leadership styles. Interpersonal competence 
was the strongest predictor of transformational and change leadership. Gender was found to be a significant predictor of 
transformational leadership (both for articulating the vision and fostering the acceptance of group goals). Kirton’s originality 
subscale could predict transformational leadership (articulating the vision). Conscientiousness proved to be a significant predictor 
of transformational and change leadership. Females rated higher on leadership scales than males, which seems to predispose them 
to exert transformational and change leadership style in organizations.  
© 2011 Published by Elsevier Ltd. 
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1. Introduction 
     Since Burns (1978) first introduced the concept of transformational leadership, a substantial body of research 
has accumulated on this theory. Transformational leadership as suggested by a proposition may enhance creativity 
and innovation through motivation and intellectual stimulation (Mumford, Scott, Gaddis, & Strange, 2002). A meta-
analysis on transformational leadership (Judge & Piccolo, 2004) revealed an overall validity of .44 for different 
leadership criteria like job satisfaction and leader effectiveness. This validity generalized over longitudinal and 
multi-source designs. In this study, we investigated only two dimensions of transformational leadership (Podsakoff 
& MacKenzie, 1990). The dimension ‘articulating the vision’ refers to leaders’ engagement at identifying new 
opportunities for their units, divisions, or companies. They develop, articulate, and inspire others with their visions 
of the future. The dimension ‘fostering the acceptance of group goals’ refers to leaders’ efforts in promoting 
cooperation among employees and getting them to work together toward a common goal.  
Transformational leadership is mainly required in situations of change. However, transformational and change 
leadership may differ from each other by the level of abstraction, the level of situational specificity, and sometimes 
by the use of different labels (Herold, Fedor, Caldwell, & Liu, 2008). In the research of Herold et al. (2008), most 
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transformational leadership dimensions – such as articulating a compelling future vision for the entire organization, 
or for a more distant future, empowering followers as a motivational tool, thus improving their motivation to enact 
the change, and providing support –can be linked to one or more prescriptions of change leadership. 
Transformational leadership was found to be more strongly related to followers’ change commitment than change-
specific leadership practices. 
What skills shall leaders possess? In a training program of leadership skills, Chan (2003) included 
communication and public speaking, emotional regulation, and social problem solving skills. Ling, Chia, and Fang 
(2000) uncovered implicit leadership theory of 622 Chinese participants. The responses of the participants were 
grouped into four factors of leadership: personal morality, goal efficiency, interpersonal competence, and versatility. 
Mumford, Connelly, Zarccaro and Reiter-Palmon (2000) stated that leaders must possess a host of social 
performance skills, and performance motivation should be a predictor of these social performance skills. Three 
motivation characteristics seem essential to effective leadership: leaders must be willing to tackle difficulties, 
exercise influence, and show social commitment. 
Other research points out that interpersonal communication has been mentioned as a key element both in 
predicting who emerges as a leader and in determining the effectiveness of leaders (Riggio, Riggio, Salinas, & Cole, 
2003). Leaders’ problem solutions must be implemented and applied in a distinctly social context (Mumford, Marks, 
Connelly, Zaccaro, & Reiter-Palmon, 2000). Leaders must not only be able to formulate a plan that works within the 
context of the organization, they must also be able to implement this plan within a social environment. Leaders must 
marshal support, communicate a vision, guide and motivate subordinates. Social perceptiveness is taken as a key 
social skill that appears to underlie leader performance. It allows leaders to identify emerging problems, influence 
others on problem solutions, and is also a requirement for organizational groups. Leaders must manage stress when 
interpersonal conflicts occur, and must have the social skills that will allow them to encourage participation and 
build a sense of follower commitment to the project being pursued (Mumford, Hunter, Eubanks, Bedell, & Murphy, 
2007).
Research on social and emotional communication skills in leadership (Riggio, Riggio, Salina, & Cole, 2003) 
explored the role that basic skills play in leader emergence and effectiveness. Studies found that there was a strong 
correlation between subordinate ratings of supervisory performance and job satisfaction. Social skills were 
positively related to both subordinates’ ratings of performance of chiefs and subordinates’ ratings of job satisfaction. 
Riggio et al. (2003) reported that skilled communicators were rated as more effective leaders. Social skills were 
found to be related to satisfaction with the leader but only related to performance in case of high-level leaders. 
Accordingly, we hypothesize that leadership has positive relationships with interpersonal competence and 
communication skills. 
What other factors are important for leadership? Some researchers have linked personality variables to leader 
effectiveness, providing a substantial empirical foundation for the argument that personality matters in the 
prediction of leader effectiveness (Zaccaro, 2007). An analysis of personality and leadership by Judge, Bono, Ilies, 
and Gerhardt (2002) provided a qualitative review of the trait perspective in leadership research. The authors used 
the five-factor model as an organizing framework and meta-analyzed 222 correlations from 73 samples. The overall 
correlations with leadership for neuroticism (r = -.24), extraversion (r = .31), openness (r = .24), agreeableness (r = 
.08), and conscientiousness (r = .28) were small but substantial. Results indicated that the relations of neuroticism, 
extraversion, openness, and conscientiousness with leadership generalized in that more than 90% of the individual 
correlations were greater than zero. Extraversion was the most consistent correlate of leadership across study 
settings and leadership criteria, whereas conscientiousness stood as the second. We hypothesize that extraversion 
and conscientiousness are positively related to Chinese undergraduate students’ perception of leadership traits. 
Kirton (1976, 1980) characterized, for the purpose of clarity, individuals at the ends of a continuum either as 
adaptors or innovators. Adaptors characteristically produce a sufficiency of ideas, based closely on existing agreed 
definitions of the problem and likely solutions. They look at these in detail and proceed within the established 
theories, policies, and practice of their organizations by aiming to do better than before. Innovators, in contrast, have 
a  taste  for  producing  a  proliferation  of  ideas.  They  are  more  likely  in  the  pursuit  of  change  to  reconstruct  the  
problem and to emerge with much less expected, and probably less acceptable solutions.  
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Kirton (1976) was of the opinion that adaption-innovation is a basic dimension of personality relevant to the 
analysis of organizational change. Jacobson (1993) investigated the relationships between problem solving styles 
and personality. She examined the connection between scores on the Kirton Adaptation-Innovation Inventory and 
the Myers-Briggs Type Indicator among US service-sector managers. Positive correlations were found between 
Kirton’s innovation style and the Myers-Briggs intuitive and perceptive dimensions. A positive correlation was also 
found between Kirton’s innovation style and Myers-Briggs extraversion. Accordingly, we hypothesize that 
leadership has a positive relationship with personal creative behavior style and personality. 
In addition, we paid attention to the influence of leadership experience and gender issues. A model of leader 
problem-solving characteristics proposed by Mumford et al. (2000) held that career experiences could also affect 
leader performance. They thought that the experience leaders acquire in the course of their career should influence 
whether requisite knowledge and skills are available for problem solving. Gender differences evaluated in a meta-
analysis (Eagly, Johannesen-Schmidt, & van Engen, 2003), which compared women and men in transformational 
leadership style, suggested that female leaders showed more transformational style than male leaders. Eagly et al. 
(2003) stated that although these differences between male and female leaders were small, the implications of these 
findings are encouraging for females because all of the aspects of leadership style on which women exceed men 
relate positively to leaders’ effectiveness. For our study, we assumed that women are higher in the perception of 
transformational and change leadership than men. 
2. Methods 
2.1. Participants 
     A total of 151 Chinese university students participated in the study. There were more female (n = 102) than 
male (n = 48) students in the sample. One student did not indicate his or her gender. Students’ mean age was 20.47 
years (SD = 1.31). All participants were either college juniors or seniors and members of the faculty of humanity 
and social sciences. 
2.2. Measures
2.2.1. The leadership experience scale.  
The leadership experience scale measures the general expertise of the participants in leadership and training. 
Following items were designed to assess students’ leadership experience: (#1) like to take responsibility of various 
activities, (#2) have taken some training or courses related to leadership or management, (#3) have experience of 
being a team leader (e.g., team captain, class representative…), (#4) once organized a small project or student union, 
(#5) always be denoted as the leader from other students, (#6) received prizes or awards by the activities you 
organized or you were the person in charge. The participants rated their experiences using a five point Likert-type 
scale, ranging from 1 = never to 5 = frequently. The skewness and kurtosis of each item were computed to ensure 
that the item met the normality assumption. As all values of skewness and kurtosis were below 1.00, the items were 
subjected to factor analysis. The exploratory factor analysis was computed with the principal component method. 
One factor was extracted from the analysis. All factor loadings were higher than .60. The emerging reliability of the 
scale was .84. 
2.2.2. The interpersonal competence inventory.  
The interpersonal competence inventory (n.d.) comprised a 15-item rating scale aiming to assess social skills and 
agreeableness. The participants were requested to read the items and indicate their degree of agreement. Students 
rated the items on a seven-point Likert scale, ranging from 1= strongly disagree to 7 = strongly agree. We extracted 
one factor from these items and found that each item has a factor loading higher than .35. The reliability of this scale 
with .87 was high. Item examples are “I can put myself in somebody’s shoes”, “I am open to people’s suggestions 
and questions”, and “I like to express myself in a way that will not hurt other’s feeling”.
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2.2.3. The transformational and change leadership scale.  
The transformational leadership scale with a construal of the change leadership scale was taken from an 
investigation of Herold et al. (2008). Responses were based on a seven-point Likert-type scale, ranging from 1 = 
strongly disagree to 7 = strongly agree. Two subscales of transformational leadership had high reliabilities: 
Articulating the vision (five items, e.g., seeking new opportunities for our organization) was .74, and fostering the 
acceptance of group goals (four items, e.g., fostering collaboration among work groups) .73. The change leadership 
scale (seven items, e.g., empowering the people to implement the change) had a high reliability score of .85.  
2.2.4. Kirton’s innovator and adaptor style.  
To distinguish the style of problem solving of our participants, the Kirton Adaptation-Innovation Inventory 
(Kirton, 1976) was modified for this study. The inventory was developed as a paper-and-pencil self-report measure 
for styles of creativity and problem solving. Respondents were asked to rate the frequency for each of the 32 items 
by use of a 5-point Likert-type scale, ranging from 1 = never to 5 = often. Kirton’s Adaptation-Innovation Inventory 
comprises three subscales. The first is called originality and describes characteristics of a creative person (13 items, 
e.g., has original ideas). The second is named Methodical Weberianism and describes a precise, reliable, and 
disciplined working person (seven items, e.g., enjoys detailed work). The third is called Mertonian Conformist and 
depicts the image of a bureaucratic person who has proper respect for authority and rules (twelve items, e.g., 
conforms). Cronbach’s D for all three subscales was acceptable: the originality subscale .74, the Weberian subscale 
.75, and the Mertonian subscale .83.  
2.2.5. Achievement goal orientation. 
Achievement goal orientation addresses subjects’ perception of their strivings to become successful (Elliot & 
McGregor, 2001). The participants rated their agreement to the statements using a seven-point Likert-scale, ranging 
from 1= strongly disagree to 7 = strongly agree. Cronbach’s alphas for performance-approach goal orientation (three 
items, e.g., my goal this semester is to get better grades than most of the other students) and mastery-avoidance goal 
orientation (three items, e.g., I am afraid that I may not understand my courses as thoroughly as I like) were .86, and 
.86, respectively. 
2.2.6. The extraverted and conscientious personality. 
 Two personality subscales were adopted from the short Big-5 personality scale (Saucier, 1994): extraversion and 
conscientiousness. Responses to these scales were based on a 9-point scale, ranging from 1 = strongly agree to 9 = 
strongly disagree. Cronbach’s alphas of the subscales were moderate to high: the extraversion subscale (eight items, 
e.g., extroverted) .76, and the conscientiousness subscale (eight items, e.g., efficient) .71.  
2.3. Procedure 
Chinese university lecturers were asked for the permission to conduct a research study in their classes. Students 
gave the consent to participation to their lecturers. The participants were confirmed that their responses would be 
kept with high confidentiality. The students needed around thirty minutes to complete the questionnaire. They first 
attended to the rating scales and then provided information about age and gender. 
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3. Results  
The descriptive and correlational findings are provided in Table 1. We were interested to find out if 
significantly correlated variables could predict leadership criteria. Multiple regression analyses (stepwise) for the 
dependent variables transformational and change leadership were performed.  
Table 1. Means, Standard Deviation and Pearson Correlations of all Measures
M SD 
1 2 3 4 5 6 7 8 9 10 11 12 
1. Gender   
2. 
Leadership 
experience 
2.39  .74  
-.08 
3. 
Interpersonal 
competence 
5.73  .68  
.18* .12 
4. 
Articulating the 
vision 
5.85  .75  
.23** .18* .56** 
5. 
Fostering group 
goals 
6.08  .72  
.33** .08 .56** .73** 
6. Change leadership 5.79  .76  .23** .14 .52** .64** .65** 
7. 
Performance-
approach goal 
4.89  1.44  
.11 .32** .17* .19* .12 .26** 
8. 
Mastery-
avoidance goal 
4.58  1.54  
.06 .03 .12 -.03 .04 -.04 .15 
9. Kirton originality 41.84  6.26  -.05 .26** .01 .24** .10 .08 .10 -.15 
10. Kirton Weberian 25.32  4.32  .05 .19* .27* .26** .18* .22** .14 -.01 .30** 
11. Kirton Mertonian 39.64  7.22  -.13 -.03 .19** .07 .05 .10 .12 .28** -.10 .44** 
12. Extraversion 5.68  1.07  .15 .42** .01 .15 .16 .23** .05 -.12 .31** -.01 .21** 
13 Conscientiousness 6.42  .95  .06 .35** .30** .33** .32** .38** .35** -.09 .10 .33** .10 .38**
Note.  * p < .05, ** p < .01, *** p < .001
   For transformational leadership (fostering the acceptance of group goals), interpersonal competence was 
entered in the first step and explained 31.4% variance. Both interpersonal competence and gender were entered into 
the second step and explained 37.4% of variance in transformational leadership (fostering the acceptance of group 
goals). Interpersonal competence, gender, and conscientiousness were entered into the third step, which together 
explained 39.7% of variance in transformational leadership (fostering the acceptance of group goals). 
     For change leadership, again interpersonal competence was entered into the first step and explained 27.3% of 
variance. Both interpersonal competence and the personality variable conscientiousness were entered in the second 
step and explained 32.9% of variance in change leadership (see Table 2). No other independent variable could make 
a significant contribution in the explanation of variance of change leadership. 
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Table 2. Results of Stepwise Regression Analyzes for Transformational and Change Leadership
Criterio
n
Step 
Independent 
variable 
B SE B ß R2 R2adj F
Articulating the vision 
1
Interpersonal 
competence 
.62 .08 .56 .31 .31 66.77*** 
2
Interpersonal 
competence 
.62 .07 .56 
Kirton originality .03 .01 .24 .37 .36 43.08*** 
3
Interpersonal 
competence 
.59 .07 .53 
Kirton originality .31 .01 .25 
Gender .25 .11 .15 .40 .38 31.33*** 
4
Interpersonal 
competence 
.54 .08 .49 
Kirton originality .03 .01 .24 
Gender .24 .11 .15 
Conscientiousness .12 .05 .15 .42 .40 25.45*** 
Fostering the acceptance of group goals 
1
Interpersonal 
competence 
.59 .07 .56 .31 .31 66.80*** 
2
Interpersonal 
competence 
.55 .07 .52 
Gender .39 .10 .25 .37 .37 43.28*** 
3
Interpersonal 
competence 
.50 .07 .47 
Gender .38 .10 .25 
Conscientiousness .12 .05 .16 .40 .38 31.58*** 
Change leadership 
1
Interpersonal 
competence 
.59 .08 .52 .27     .27 52.11*** 
2
Interpersonal 
competence 
.51 .08 .45 
Conscientiousness .20 .06 .25 .33 .32 33.91*** 
                           Note. *** p < .001. 
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    Gender differences for five subscales were observed by means of independent t-tests resulting in moderate 
effect sizes of around .3 to .5 (see Table 3). 
Table 3. Means, Standard Deviations, and t-Tests on Gender Differences
Female Male 
M SD M SD t p d
Interpersonal 
competence 
5.81
.64 
5.56
.73 
2.16 .03 
.34 
Articulating the vision 5.72 .51 5.33 .72 -2.86 .005 .54 
Fostering group goals 5.97 .63 5.60 .93 -4.21 .001 .40 
Change leadership 5.91 .71 5.53 .81 2.83 .01 .47 
Extraversion 5.79 1.07 5.44 1.06 1.87 .06 .33 
4. Discussion 
From our study, we learn that Chinese undergraduate students rated perceived transformational and change 
leadership highly. Interpersonal competence seems to be a necessary condition of transformational and change 
leadership. China has a history of valuing leadership in practice and preparing leaders on moral grounds (Wong, 
2001). The values of the Chinese society to promote harmony and morality are expected to be part of leader’s 
attitudes and behavior. In line with the Chinese cultural view of leadership, our findings suggest that the Chinese 
students appreciate leaders who are visionary and receptive to group goals. Interpersonal competence was highly 
rated as well, reflecting the enormous importance of social competence in a collectivist society (Ling et al., 2000). In 
sum, the research results support the cultural view on leadership as the Chinese students regarded leadership styles 
as important that go along with the values and morality of the society they were raised in. 
Interpersonal competence has been mentioned as a key element both in predicting leader emergence and in 
determining the effectiveness of leaders since the inception of scientific research on leadership (Riggio et al., 2003). 
Our findings support the hypothesis that leadership has a positive relationship with interpersonal competence and is 
a strong predictor of transformational and change leadership. It can be concluded that interpersonal skills should be 
especially stressed in the process of selecting and training leaders. 
Personality traits have shown significant correlations with transformational and change leadership – a result that 
is consistent with previous studies (Judge, Bono, Ilies & Gerhardt, 2002). Conscientiousness was found to be a 
significant predictor of both transformational and change leadership. This result supports the view of some 
researchers who have linked personality variables to leader effectiveness for the argument that personality matters in 
the prediction of leader effectiveness (Zaccaro, 2007). The difference to prior studies was that although extraversion 
correlated significantly with change leadership, it was not a predictor of transformational leadership and even not 
significantly correlated with it. Leader’s conscientiousness together with gender and interpersonal skills nearly 
predicted 40% of leadership effectiveness in transformational leadership and 33% in change leadership. Thus, traits 
are still an important topic in leadership research and practice, especially with regard to leader’s conscientiousness. 
Gender is another significant predictor of transformation leadership. In gender comparisons, female participants 
showed higher leadership potential as significant gender differences in interpersonal competence, transformational 
leadership, change leadership, and extraversion suggest. On all these variables, female participants scored higher 
than male. Eagly et al. (2003) generalized that women should be encouraged to work in leader positions because 
women’s typical leadership styles tend to be more transformational than those of men and this is accompanied by 
higher leadership effectiveness. 
          The results show that Kirton’s originality was a strong predictor of articulating the vision of 
transformational leadership. Kirton’s Weberian was significantly correlated with transformational leadership 
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(articulating the vision and fostering the acceptance of group goals) and change leadership. Therefore, conditions of 
effective leadership can be creativity, precise and detailed work as expressed in Weberian style. 
          A positive significant correlation between performance-approach goal orientation and interpersonal 
competence emerged. This result is in line with Mumford et al. (2000) who proposed that performance motivation 
should be critical for social performance skills. Performance motivation can promote the process of communication 
and ideas exchange in organization and thereby might have an indirect influence on leadership effectiveness.  
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